





























































































































































































































Policy

An internship is a paraprofessional work experience (paid or unpaid) that is directly related to a
specific academic program; only students who are currently pursuing a degree directly related to
the internship duties may be selected. To qualify as an internship, the work experience must
result in academic credit or fulfill an academic requirement of an accredited educational
institution. Normally an internship lasts one quarter or semester; occasionally, however, there
are special circumstances in which an internship would be less than or greater than one quartet or
semester. Appointments may be part time or full time as appropriate to meet the academic
requirements of the internship, with the supervisor responsible for any intern evaluation
requirements. Internship positions are not intended to replace or be considered equivalent to the
full scope of a permanent state position. Completion of an internship with the Department of
Economic Security does not imply any future employment commitment.

MDES primarily solicits interns who are presently studying to be Rehabilitation Counselors.
The University of Minnesota (Mankato), St. Cloud State and the University of Wisconsin Stout
offer graduate programs in Rehabilitation Counseling for persons with disabilities. MDES
targets these schools and promotes careers as Rehabilitation Counselors with MDES. These
schools also refer students to MDES to complete Internships in Rehabilitation Counseling.

Compensation and Benefits

Internships may be paid or unpaid. When payment is involved the rate of pay shall be within
minimum wage and MAPE Salary Range 1, step 1. The supervisor determines the salary within
this range.

An intern is not a state employee and, therefore, is not eligible for state benefits (i.e. insurance,
annual leave, sick leave, or holiday pay).

Recruitment and Selection

The recruitment and selection of interns is the responsibility of the supervisor. Supervisors are
reminded to recruit and place protected class students in their internship positions.
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XII. RETENTION PLAN
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Retention Plan
Objectives
To build and retain a culturally diverse workforce through the retention of qualified protected
group individuals. Identify and facilitate staff knowledge and appreciation of diversity to better

serve all employees. Thus creating and maintaining a respectful working environment and
enhancing the careers of MDES employees.

Policy

The Minnesota Department of Economic Security is committed to the recruitment, selection and
retention of workers that reflect the workfoce population of Minnesota.

Responsibility

It is the responsibility of all hiring authorities, managers, the human resources department and the

Office of Diversity and Equal Opportunity to retain qualified protected group individuals. The

department designee for retention activities is Human Resources Director, Vonnie Mulcahy.
Retention Plan Goals

» The Department’s training staff will continue to provide employee development classes.

» The ODEO provides ADA Training to all managers, staff and partner agencies.

» The ODEO provides Preventing Sexual Harassment training to all managers, employees and
partner agencies.

» The ODEO provides mediation services to resolve conflicts.

» The ODEO and Department training staff are exploring the possibility of Diversity
Awareness and Discrimination training for all staff.

» MDES conducts exit interviews with all employees who separate from the department. This
is done to collect useful information with regard to their employment and possibly identify
concerns regarding their tenure. ’

» MDES encourages skill training in job related fields to enhance the chances for promotion.

» Human Resources develops a six-month orientation for new employees. This plan is
provided to the new employees supervisor.
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» The ODEO periodically analyzes promotion patterns to identify disparities between protected
group members and non-protected group members.

» MDES will monitor and analyze separation and layoff patterns of all employees to determine
the impact on protected group members.

» Explore the development of a yearly "turnover report" to be provided to management and

supervisors. The report would indicate how successful our selection and retention methods
have been.
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Layoff’/Position Elimination Analysis

In December 1999, MDES eliminated positions in both the Metro and Outstate regions of
Minnesota. The eliminations occurred in the WorkForce Exchange Branch, Business
Information Branch and Support Branch. The primary reason for these eliminations was due to
stagnant funding from the Federal government.

The first two sections breakdown the separations of all three branches by gender, minority status
and disability. The breakdown also separates between instate and outstate employees as well as
by bargaining unit.

The third section analyzes the current employment status of women, persons with disabilities,
and members of a minority group who appeared on the original layoff list. Other MDES
employees were removed from the original layoff list and were consequently not affected by the
layoffs. The majority of these individuals found comparable positions within MDES and other
state agencies. Overall our affirmative action goal units were not significantly impacted by the
layoffs. :
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MDES WorkForce Exchange Branch
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MDES WorkForce Exchange Branch
Total Position Eliminations by Bargaining Unit & Protected Class Status

December 1999
Total Position Eliminations: 85
Males 38 (44.7%)
Females 47 (55.3%) Female/Minority
Minorities 10 (11.8%) Female/Disability
Persons with Disabilities 18 (21.0%) Female/Minority/Disability
BY BARGAINING UNIT
Total MAPE (214) Position Eliminations 41
Males 23 (56%)
Females 18 (43.9%) Female/Minority
Minorities 5 (12.2%) Female/Disability
Persons with Disabilities 9 (22.0%) Female/Minority/Disability
Total AFSCME (206) Position Eliminations 27
Males 3 (11%)
Females 24 (89.%) - Female/Minority
Minorities 4 (14.8%) Female/Disability
Persons with Disabilities 5 (18.5%) Female/Minority/Disability
Total MMA (216) Position Eliminations 11
Males 7 (63.6%)
Females 4 (36.3%) Female/Minority
Minorities 1 (1%) Female/Disability
Persons with Disabilities 1 (1%) Female/Minority/Disability
Total Commissioners Plan Position Eliminations 5
Males 1 (20%)
Females 4 (80%) Female/Minority
Minorities 0 Female/Disability
Persons with Disabilities 2 (40%) Female/Minority/Disability
Total Technical (217) Position Elimination 1
Males 1
Females 0 Female/Minority
Minorities 0 Female/Disability
1 Female/Minority/Disability

Persons with Disabilities
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WorkForce Exchange Branch
Total Position Eliminations by Bargaining Unit & Protected Class Status & A Comparison
to the Total Number of Employees in that Branch

December 1999
Position Eliminations 85 WEB Branch Positions 872
Males 38 Males 360
Females 47 Females 512
Minorities 10 Minorities 77
Persons with Disabilities 18 Persons with Disabilities 90

Overall 59% of the WEB branch is female, making the other 41% male. Male and female
positions were eliminated at a rate consistent with their employment numbers - males 44.8% and
females 55.3%.

Overall 8.8 % of the WEB branch identifies as a member in a minority group, while 91.7%
identify as white. Positions held by minority groups were eliminated at a rate of 11. 8%.
Positions held by white individuals were eliminated at a rate of 88.2%. Both are consistent with
their employment numbers.

Overall 10.3% of the WEB branch employees identify as having a disability, while 90% do not.
However, disability positions were eliminated at twice the rate of their employment numbers
(21.1%). This is a disheartening rate, however, overall our goal units for persons with
disabilities were not seriously affected.

BY BARGAINING UNIT
MAPE (214)
MAPE Position Eliminations 41 MAPE Positions 523
Males 23 Males 272
Females 18 Females 251
Minorities 5 Minorities 53
Persons with Disabilities 9 Persons with Disabilities 60

48% of the MAPE positions are held by females, making the other 52% male. Male and female
positions were eliminated at a rate consistent with their employment numbers - males 56% and
females 44%.

10% of the MAPE positions are held by employees who are a member of a minority group,

while 90% are not. MAPE positions held by minority groups were eliminated at a rate of 12 %.

- MAPE positions held by white individuals were eliminated at a rate of 88.%. Both are consistent

with their employment numbers.
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11.5% of the MAPE positions are held by employees who identify as having a disability.
Disability positions were eliminated at twice the rate of their employment numbers (21.2%).
This statistic mirrors the overall rate, however, our overall goal units were not significantly
affected.

AFSCME
AFSCME Position Eliminations 27 AFSCME Positions 237
Males 3 Males ‘ 1 8
Females 24 Females 219
Minorities 4 Minorities 21
Persons with Disabilities ‘ 5 Persons with Disabilities 19

92% of the AFSCME positions are held by females, making the other 8% male. Male and
female positions were eliminated at a rate consistent with their employment numbers - males
11% and females 88%.

8.9% of the AFSCME positions are held by a member of a minority group, while 91% are not.
AFSCME positions held by minority groups were eliminated at a rate of 14 %. AFSCME
positions held by white individuals were eliminated at a rate of 86.%. AFSCME positions held
by minority groups were eliminated at a slightly higher rate than their employment numbers.

~ This minimal statistical disparity did not significantly impact our Affirmative Action goals.

8% of the AFSCME positions are held by employees who identify as having a disability.
Disability positions were eliminated at a rate of 18.5%, which is over double their employment
numbers. This statistic mirrors the overall and MAPE rate, however, our overall goal units were
not significantly affected.

MMA (216)

" MMA Position Eliminations 11 MMA Positions 78
Males 7 Males 47
Females 4 Females 31
Minorities 1 Minorities 1
Persons with Disabilities 1 Persons with Disabilities 9

40% of the MMA positions are held by females, making the other 60% male. Male and female
positions were eliminated at a rate consistent with their employment numbers - males 64% and
females 56%.

1 person in MMA is a member of a minority group, while the other 77 people are not. This
individuals position was eliminated.

11.5% of the MMA positions are held by employees who identify as having a disability.
Disability positions were eliminated at a rate of 9%, which is 2.5% lower than their employment
numbers. 81




Commissioners Plan

Position Eliminations 5 Positions

Males 1 Males

Females 4 Females

Minorities 0 Minorities

Persons with Disabilities 2 Persons with Disabilities

t

32% of the Commissioner Plan positions are held by females, making the other 68% male.
Female positions were eliminated at a rate of 80%, which is more than double their employment

numbers. However, females in this goal unit remain well above their goal at 130%.

No positions held by minority groups in the Commissioners Plan were eliminated.

2 persons under the Commissioner Plan identify as having a disability. Both positions were

eliminated. This had a detrimental impact on our Affirmative Action goals.

Technical (217)
Position Elimination 1 Positions
Males 1 Males
Females 0 Females
Minorities 0 Minorities
Persons with Disabilities 1 Persons with Disabilities

Bargaining unit 217 only has one position in WEB. That position was eliminated. The
individual identifies as having a disability.
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MDES Business Information Branch & Support Branch
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MDES Business Information Branch & Support Branch
Total Position Eliminations by Bargaining Unit & Protected Class Status
December 1999

Total Position Eliminations: 21

Males 7
Females 14
Minorities 0
Persons with Disabilities 0

BY BARGAINING UNIT
Total MAPE (214) Position Eliminations 7

Males

Females

Minorities

Persons with Disabilities

SO WA

Total AFSCME (206) Position Eliminations 10

Males

Females

Minorities

Persons with Disabilities

SO O =

Total MMA (216) Position Eliminations 2

Males

Females

Minorities

Persons with Disabilities

O O =

Total Management (220) Eliminations 2

Males

Females

Minorities

Persons with Disabilities

O O i

No employees in a minority group or employees who identified as having a disability were
affected by the position eliminations in the Business Information and the Support Branch.
Overall males and females were affected at an equal rate except in AFSCME 206. Females in
AFSCME 206 represent 93% of the members in that bargaining unit. Therefore, female
positions were eliminated at a rate consistent with their employment numbers.
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Employment Status of Women, Persons with Disabilities and
Members of a Minority Group, who Were on the Original Layoff
List
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First Round Layoffs Regarding MDES Employees With Disabilities & Minority Status
Employment Status as of February 4, 2000

Persons who identify as having a disability on original layoff list 17
Persons who identify in a minority group on original layoff list 10
Total Number of Persons on List 26*

* One individual identified in both protected classes.

Breakdown

Permanent Layoff.

Transfer or reassignment within DES at same salary & title.
Transfer or reassignment within DES at same salary & different title.
Demote within MDES, but receive a pay increase.

Demote to another agency.

Transfer to another agency at same salary and title.

Transfer to another agency at higher salary.

Deceased.

ek Yy bk ek DN N \O

Overall these numbers are very encouraging. Of the 26 persons on the original layoff list who
identify as a person with a disability or a member of a minority group, 14 remained employed in
state service and at the same salary. One individual received a higher salary by transferring.
Only one individual demoted to a lower salary. One individual passed away. The remaining
nine individuals are presently on permanent layoff, meaning they have not been recalled to
MDES nor are they working at another state agency. MDES does not keep records of their
employment status in the public sector or non-state government service.

15 of the 26 individuals on this list remained employed at the same or higher salary in state
government. 7 of our 11 minority goal units remain fulfilled. The layoffs did not cause any of
these goal units to become underutilized. Most of the disability goal units remain underutilized.
The layoffs did not cause any disability goal unit to become underutilized. Overall, our
affirmative action goals as they pertain to persons with disabilities and members of a minority
group were not significantly affected by the layoffs.
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First Round Layoffs
Women MDES Employees
Employment Status as of February 4, 2000

Total MDES Women employees on original layoff list 62
Total MDES Women employees removed from original layoff list 5
Total MDES Women employees affected on the original layoff list 57
Breakdown
Permanent Layoff. ; 12
Transfer or reassignment within MDES at same salary & title. 16
Transfer or reassignment within MDES at same salary & different title. 3
Demote within MDES 5
Demote to another agency. 1
Transfer to another agency at same salary and title. 16
Transfer to another agency at same salary and different title. 4

Of the 57 women employees affected by the original layoffs, 39 remained employed in state
service and at the same salary (68%). Only 5 individuals demoted to a lower salary (9%). One
individual demoted in title only. The remaining 12 individuals (21%), are presently on
permanent layoff, meaning they have not been recalled to MDES nor are they working at another
state agency. MDES does not keep records of their employment status in the public sector or
non-state government service.

These are very encouraging numbers with an "remained employed" to "permanent layoff" ratio
of over 3 to 1.

Overall 7 of our 11 female goal units remain fulfilled. The layoffs did not cause any of these
goal units to become underutilized. The layoffs did not cause any female goal unit to become
underutilized. Overall, our affirmative action goals as they pertain to women were not
significantly affected by the layoffs.
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Separation Analysis of All MDES Employees from January 1, 1998
Through January 1, 2000
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Analys1s of Separatmn & Layoff Patterns of All MDES Employees from January 1, 1998 through
January 1, 2000
The following data contains all MDES employees who have separated from employment over the last 2 years.
The data is broken down by protected class characteristic, bargaining unit, outstate/metro areas and the reason
for separatlon
Metro Area (052) By Gender
Total Number of Metro Area Separations 365

206 - Clerical 106
214 - MN Assoc of Professional Empl  * 196 Female 93
Female - 112 Cancel/Failure to Rtrn Leave 2
Cancel/Failure to Rtrn Leave 2 Death 5
Death 1 Dismissal 1
Layoff , 7 Layoff 6
Layoff-Other 15 Layoff-Other 7
Non-Certification 1 ’ Resignation 13
Resignation 24 : Retirement 10
Retirement 16 Separation 12
Separation 22 Term Without Rights 37
: Term Without Rights 24 ' Male - 13
Male 84 Layoff-Other 1
Cancel/Failure to Rtrn Leave 5 Resignation 2
Death 5 Retirement 1
Dismissal 1 Separation 2
Failure to Return from Layoff 4 ' Term Without Rights 7
Layoff 4 . ‘
Layoff-Other . 11 207 - Technical 2
Non-Certification 1 Male 2
Resignation 13 Cancel/Failure to Rtrn Leave 1
Retirement 5 "Layoff - 1
Separation 18
Term Without Rights 17 OTH - Unrepresented 30
216 - Middle Management Association 23 Female A 20
" Female B 8 Cancel/Failure to Rtrn Leave 1
Layoff 2 Layoff 2
Layoff-Other 2 Resignation 1
Retirement. 1 Separation 1
Separation 3 Term Without Rights 15
Male 15 Male 10
Layoff 6 Death 1
Layoff-Other 3 Resignation 1
Retirement 4 Term Without Rights 8
Separation 2 ,
MGR - Unrepresented 8 - 203 - Service A : — 2
Female — Female S 2
Lagoff ] Remgnaﬁo;x ' 2
Resignation - 1
Term Without Rights 1
Male -5
" Layoff 1
Layoff-Other 1
Retirement 1
. Separation 2
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Analys1s of Separation & Layoff Patterns of All MDES Employees from January 1, 1998 through

January 1, 2000

The following data contains all MDES employees who have separated from employment over the last 2 years.
The data is broken down by protected class characteristic, bargaining unit, outstate/metro areas and the reason

for separation.
Metro Area (052) By Race and Disability

Total Number of Metro Area Separations 365

206 Clerical

an

Alfrican American 15 African American
Not lii:;g;;d 1? Disabled
Non-Certification 1 Separation
Koot % Not Diabe
Separation 1 gls_r'mssa\}
Term Without Rights 9 p esignation
. Separation '
Asian/Pacific Islander 7 Term Without Rights
Not Disabled 7 Amerigan Indian/Alaska Nat
llizzfgfaﬁon %’ Not Disabled
i i Separation '
Term Without Rights 3 Term Without Rights
Hispanie 3 Asian/Pacific Islander
Disabled 1 .
; . . Not Disabled
1 !
Term Without Rights Term Without Rights
Not Disabled 2 . .
Retirement o 1 Hispanic
Term Without Rights 1 Not Disabled |
. Not Indicated 1 Layoff-cher _
: — Term Without Rights
Not Disabled 1 .
Term Without Rights 1 Not Indicated
 White 170 Not Disabled
A E— Term Without Rights
Disabled 17 .
Cancel/Failure to Rtrn Leave 4 White
Death 1 Disabled
Failure to Return from Layoff 2 Isabled )
Layoff 1 Cancel/Failure to Rtrn Leave
Layoff-Other 1 Death
Non-Certification 1 Layoff-Other
Resignation 2 Resignation
Retirement 1 1;:;1::;113111115
T 4
‘ erm Wlthout nghts Term Without Rights
Not Disabled 153
Cancel/Failure to Rtrn Leave 3 Not Disabled
Death v 5 Cancel/Failure to Rtrn Leave
Dismissal 1 Death
Failure to Return from Layoff 2 Layoff
Layoff 8 Layoff-Other
Layoff-Other 25 llies'lgnat}on
Resignation 30 p etirement
Retirement 18 eparation ‘
Separation 39 Term Without Rights
Term Without Rights 22
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Analysis of Separation & Layoff Patterns of All MDES Employees from January. 1, 1998 through
. January 1,2000
The following data contains all MDES employees who have separated from employment over the last 2 years.
The data is broken down by protected class characteristic, bargaining unit, outstate/metro areas and the reason
for separation. 4
Metro Area (052) By Race and Disability
Total Number of Metro Area Separations 365

216 - Middie Management Association '

African American 1 Hispanic 2
Not Disabled 1 Not Disabled 2
Layoff 1 Term Without Rights 2
White ' 22 White 28
Disabled- 1 . Disabled 5
Retirement 1 Cancel/Failure to Rtrn Leave 1
: Death 1
Not Disabled 21 ~ Layoff 1
Layoff 7 Term Without Rights 2
Layoff-Other 5
Retirement 4 ~ Not Disabled 23
Separation 5 Layoff 1
IS{esignau'on 2
-------------------------- eparation 1
MGR:- Unrep resented Term Without Rights 19
White 8
Not Disabled 8
Layoff 2 ‘
Layoff-Other 1 White 2
Resignation 1 : —_—
Retirement 1 Disabled 1
Separation 2 Layoff 1
Term Without Rights 1
Not Disabled 1
. Can'cel/Failure to Rtrn Leave 1

African American 1
Disabled ——1.
Resignation 1

White 1
Not Disabled —_—1

1

Resignation
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Analysis of Separation & Layoff Pattern

s of All MDES Employees from January 1, 1998 through
January 1, 2000

The following data contains all MDES employees who have separated from employment over the last 2 years.
The data is broken down by protected class characteristic, bargaining unit, outstate/metro areas and the reason

for separation.

Oustate Area (048) By Gender

Total Number of Outstate Area Separations 128

206 - Clerical

Female
Layoff:
Layoff-Other
Resignation
Retirement
Separation
Term Without Rights

214 - MN Assoc of Professional Empl

Female
Dismissal
Layoff
Layoff-Other
Non-Certification
Resignation
Retirement
. Separaﬁon
Term Without Rights
Male

Cancel/Failure to Rtrn Leave

Death
Dismissal
Layoff
Layoff-Other
Resignation
Retirement
Separation
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216 - Middle Management Association

Female
Layoff
Layoff-Other
Retirement
Male
Layoff
Layoff-Other
Resignation
Retirement
Separation

 OTH - Unrepresented
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Female
Layoff
. Term Without Rights
Male
Layoff
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Analysis of Separation & Layoff Patterns of All MDES Employees from January 1, 1998 through
January 1, 2000
The followmg data contains all MDES employees who have separated from employment over the last 2 years.
The data is broken down by protected class characteristic, bargammg unit, outstate/metro areas and the reason
for separation.
Oustate Area (048) By Race and Disability
Total Number of Outstate Area Separations 128

African American ' S | American Indian/Alaska Nat 2
Not Disabled _ 1 Not Disabled 2
Term Wlthout Rights 1 R@signation 1
' S i 1
American Indian/Alaska Nat 2 : _ eparation
‘ Hispanic 2
~ Not Disabled 2 T
Layoff 1 Not Disabled - 2
Retirement 1 Term Without Rights 2
Hispanic 5 White 27
Not Disabled 5 Disabled - 2
Layoff 3 Layoff 2
Resignation o1
Term Without Rights 1 Not Disabled 25
" / Layoff 5
White 65 Layoff-Other 1
' Resignation 2
Disabled 14 Retirement 6
Cancel/Failure to Rtrn Leave 1 Separation -1
Death 1 Term Without Rights 10
Dismissal 1.
Layoff _ 2
Non-Certification 1
Resignation L e
Retirement 4 bTH Unrepresented
Separation 3
: Hispanic
Not Disab[ed 51
Dismissal 1 Not Disabled
Layoff 17 Term Without Rights
Layoff-Other 6
Non-Certification 1 White
Resignation 5
Retirement 1; Disabled
Separation £
Term Without Rights 5 [Layo
________________________________ Not Disabled
216 - Middle Management Association Layoff
Term Without Rights -
American Indian/Alaska Nat 1
Not Disabled 1
Resignation 1
White 17
Disabled 1
Retirement 1
Not Disabled 16
Layoff 2
Layoff-Other 6
Retirement 7
Separation |
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Analysis of Separation Patterns of Metro (052) and Outstate (048) MDES
Employees from January 1, 1998 through January 1, 2000

The MDES utilizes different codes for categorizing separation from employment. The codes are
Dismissal, Non-Certification, Resignation, Separation, Death, Failure to Return from a Layoff,
Expiration of Layoff Rights, Failure to Return from a Leave, Retirement and Terminated
Without Rights. The following analysis only takes into account the following types of
separations: 1) Dismissal, 2) Non-Certification, 3) Resignation and 4) Separation. The statistics
for both Metro and Outstate do not take into account overlap between protected groups, i.e.,
some of the individuals with disabilities could be in a minority group and/or female. The data
shows that overall, our affirmative action goal units have not been significantly impacted by
protected group members separating from employment. However, the data also shows that our
goal units for persons with disabilities remain underutilized, which is an area of concern.

The data used in this analysis is based on the current MDES workforce composition as of the
date this plan was submitted. The breakdown is as follows:

Protected Group % of Employees
Women 1083 (57.18%)
Persons in a Minority Group 139 (7.33%)
Persons with a Disability 197 (10.40%)
Total # of MDES Employees 1894

Total Metro Area (052) Separations in Past 2 Years = 365

Total Number of Female/Male Dismissals, Non-Certifications, Separations &
Resignations = 123

Female

Dismissal 1
Non-Certification 0
Resignation 42
Separation 38
Total 81
Male

Dismissal 1
Non-Certification 1
Resignation 16
Separation 24

Total 42
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Total Number of White/Minority Group Dismissals, Non-Certifications, Separations &
Resignations = 129

Members of a Minority Group

Dismissal 1
Non-Certification 1
Resignation 7
Separation 4
Total 13
‘White

Dismissal 2
Non-Certification 1
Resignation 52
Separation 61
Total 116

Total Number of Persons With/Without a Disability Dismissals, Non-Certifications,
Separations & Resignations = 121

Persons who identify as having as Disability

Dismissal 0
Non-Certification 1
Resignation 5
Separation 2
Total 8

Persons who do not identify as having as Disability

Dismissal 2
Non-Certification 1
Resignation 53
Separation 57
Total 113

NOTE: To determine the total number of protected group members, I took the total number of
employees (1894) and subtracted the number of females, members of a minority group and
persons with disabilities. As is the case with the data itself, there is some overlap between
protected groups when determining the non-protected group members i.e, a white male may have
a disability.
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Of the 7 employees who were dismissed during this time period:

e () were individuals with disabilities
e 1 was a member of a minority group
o | was female

e 5 were other than protected groups.

In comparison to non-protected group member dismissals, the proportional dismissal rate for
individuals with disabilities, persons in a minority group and females are lower.

Of the 5 employees who were Non-Certified during this time period:

1 was an individual with a disability
1 was a member of a minority group
0 were female

3 were other than protected groups.

In comparison to non-protected group member non-certifications, the proportional dismissal rate
for individuals with disabilities is lower, minorities about equal, and females lower.

Of the 175 employees who Resigned during this time period:

e 5 were persons with a disability, while 53 were not.

e 7 were a member of a minority group, while 52 were not.
e 42 were female, while 16 were male

e 121 were other than protected groups.

In comparison to non-protected group member resignations, the proportional dismissal rate for
individuals with disabilities is about equal, minorities higher, and females equal.

Of the 186 employees who Separated during this time period

e 2 were persons with a disability, while 57 were not.

e 4 were a member of a minority group, while 61 were not
38 were female, while 24 were not.

142 were other than protected groups.

In comparison to non-protected group member separations, the proportional dismissal rate for
individuals with disabilities is slightly lower, minorities about equal, and females about equal.
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Total Outstate Area (048) Separations = 128

Total Number of Female/Male Dismissals, Non-Certifications, Separations &
Resignations = 22

Female

Dismissal
Non-Certification
Resignation
Separation

Total

=N 0O N

Male

Dismissal
Non-Certification
Resignation
Separation

Total

R W O

Total Number of White/Minority Group Dismissals, Non-Certifications, Separations &
Resignations = 22

Members of a Minority Group

Dismissal
Non-Certification
Resignation
Separation

Total

W~ OO

White

Dismissal
Non-Certification
Resignation
Separation

Total

=g 00NN
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Total Number of Persons With/Without a Disability Dismissals, Non-Certificatio

Separations & Resignations =20

Persons who identify as having as Disability

Dismissal

Non-Certification
Resignation

Separation
Total

S\ W = e

Persons who do not identify as having as Disability

Dismissal 1
Non-Certification 1
Resignation 8
Separation 4
Total 14

Of the 6 employees who were dismissed during this time period:

1 was a person with a disability

0 were a member of a minority group
1 was female

4 were other than protected groups.

In comparison to non-protected group member dismissals, the proportional dismissal rate
individuals with disabilities was equal, persons in a minority group and females were low

Of the 6 employees who were Non-Certified during this time period:

1 was a person with a disability

0 was a member of a minority group
2 were female

3 were other than protected groups.

In comparison to non-protected group member non-certifications, the proportional dismis
for individuals with disabilities is equal, minorities lower, and females equal.

Of the 31 employees who Resigned during this time period:

1 was a person with a disability, while 8 were not.

2 were a member of a minority group, while 8 were not.
8 were female, while 4 were male

20 were other than protected groups.
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